This study attempts to examine the relationships between the different variables of organizational
. Job satisfaction can be influenced by a variety of factors such as the quality of the academics' relationships with their supervisors, the quality of the physical environment in which they work and the degree of fulfillment in their work (Lambert, Pasupuleti, Cluse-Tolar and Jennings, 2008) .The concept of job satisfaction traditionally has been of great interest to social scientists concerned with the problems of work in an industrial society. Bester, Richter and Boshoff (1997) said job satisfaction is the match between what the employee wants from the employer and the job and what he receives. It is the extent to which the job meets the individual's needs, expectations and requirements. It is further indicated that if employees are happy, it would lead to higher productivity, improved physical health and promotes a more positive attitude towards the organization. This results in staff remaining at the same institution instead of leaving frequently. Job satisfaction includes aspects like satisfaction with work, supervisor, work conditions, pay opportunities and practices in the organization. In fact, most studies investigated organizational climate has found that there is still some variability in perceptions within groups (Gonzalez-Roma, Peiro & Tordera, 2008; Lindell & Brandt, 2000; Schneider, Salvaggio & Subirats, 2002) . However, in an organization, employees may perceive their environment as positive or negative. It is, therefore, the duty of the management to utilize certain actions that can promote a positive organizational climate.
RESEARCH METHODOLOGY
One structured questionnaire for both the govt. and private academics has been used in this study. This was presented personally to all respondents by the researcher in the sampled universities. The brief description of the data collection is given in Table1.
OBJECTIVES OF THE STUDY
1. To find out the relationship that exists between organizational climate and job satisfaction among teaching and non teaching in both types of universities. 2. To identify factors that determines job satisfaction of teaching, non teaching and their consequential effects on academic excellence. 3. To determine whether employees leaving a university is not satisfied with workload, feedback about performance and inadequate salary package expectation. 4. To identify organizational climate variables that determines job satisfaction and job dissatisfaction among teaching and non teaching in both types of universities. 5. To determine whether there is a difference in the perception of teaching and non teaching in organizational climate. 
RESEARCH HYPOTHESES

MODEL SPECIFICATION
H 1 : Explained the relationship of the two main constructs of the study-organizational climate and level of job satisfaction.H 2 : Determination of the relationship between the variables of job satisfaction: impact of co-workers and line of communication, payment/ salary package, promotional opportunities and the variables of organizational climate of selected universities .H 3 : Examined the level of association between the organizational climate and job satisfaction variables of workload of staff, feedback process.H 4 : Explained how interactional organizational variables (participation in decision making and identity in the organization, boredom and frustration, personnel policies and working condition) impact negatively on job satisfaction and work outcome in sample study. Element H 5 : Represents a comparative analysis of both public and private respondents on their experience within specific organization from which sample was chosen. How organizational climate affects teaching and non teaching in the selected universities (H 5 ). This tests whether there would be any differences between teaching and non teaching experience on organizational climate that could negatively impact on them. Hypothesis Four (H 4 ) studies types of interactional organizational climate variables that could enhance positive work outcomes while, Hypothesis three (H 3 ) explains how the factors listed in the box, that is administrative style, workload, support from non teaching and feedback about performance could determine the proportion of faculty leaving the university if dissatisfied with them which could adversely affect university functioning. However, Hypothesis Two (H 2 ) examines the relationships between the variables in the box (clear lines of communication, salary package and promotional opportunities) and how these could contribute to job satisfaction; while Hypothesis One (H 1 ) represents possible positive relationship between organizational climate and job satisfaction among teaching and non teaching in the selected private universities.
POPULATION OF THE STUDY
The population from which the sample was drawn consists of five universities and were taken as the study sample through judgmental sampling method and questionnaires were administered to the teaching and non-teaching staff ranging from the Professors, Associate professors, assistant professors, assistant registrars, section officers and superintendents. The questionnaire had three sections: A, B and C. Section A dealt with questions directed to teaching and non teaching staff covering major areas of this research with seventy-three measuring questions. Section B contained four open ended questions about what the respondents feel about their organizations' personal career development, their work environment, professional career development and their involvement in decision making. Lastly, Section C dealt with the respondents bio-data information (i.e. the demographic and biographical details of the academics including the years of experience, gender, highest academic qualifications) with four measuring questions. Five-point Likert scale was used in the design of the questionnaire. The Cronbach ' alpha value for the scale is .890 (see Table 2 ).
ANALYSES AND INTERPRETATIONS
In this section, showing the sample distributions in terms of rank/level in the university, years the respondents have been in their current university, gender, years they have spent lecturing in the university system generally and age.
The numbers as we have from each of these universities are shown in Table 3 . However, as seen from the table, the Associate Professor / Reader have a very small representation (5.8%) in the sample. A possible reason for the low response rate of Associate Professor / Reader is that the senior teachers are not top heavy, that is, they are always smaller in number when compared with junior teachers and non teaching. The respondents were mostly males, that is 209 respondents out of the total 293 questionnaires returned were male representing 71.3% of the total sample while 84 respondents (28.7%) were female, which is consistent with the gender distribution of respondents in general (see Table 5 ).
University A representing 17.2%, 21 respondents have spent between 5-8 years (representing 14.6%), 6 persons have spent between 9-12 years (representing 13.3%), no one has spent between 13-16 years while we have one person each between the years 17-20 and 21 years over. Moreover, for Universities B, C, D, and E, only 2 respondents have spent between 1-4 years whereas we have 14 for University C (representing 3.1%), 11 for University D (representing 21.9%) and 26 for University E (representing 40.6%). For respondents who have spent between 13-16 years, none in both Universities B and E but we have 1 from University C and 2 from University D. Not only that, for those who have spent 21 years and above, only 2 from, University B, 4 from University C, 6 from University D and 10 from University E. (see Table 6 ) A large number of respondents are within the age bracket of between 26-40 and that represents 38.2% of the total sample (i.e. 112 respondents) followed by 111 respondents of age brackets between 41-60 which represents 37.9% of the total sample. 43 of the respondents are within the age bracket 19-25 representing 14.7% of the total sample. Only twenty-seven respondents are up to 61 years and above meaning that majority of the sampled respondents are young academics of within the age bracket 26-60. (see Table 7) The range of standardized factor loading for each of the major variables are management and leadership style (0.30-0.78 The range is highest in career ladder with 0.86-0.99. Generally, there is internal consistency and overall homogeneity among items comprising the scales. The reliability test using the Cronbach alpha shows a high value of between 0.80-0.90, indicating that the research instrument is reliable, that is, it has consistently measured what it is supposed to measure. The structural equation model result using AMOS 18.0 with NNFI ranging from 0.90-0.96,CFI,= 0.92-0.99), SRMR= (0.04-0.09) and RMSEA= (0.7-0.11) shows that the model fits the data rather well with chi-square ranging from (61.32-510.38) significant at 0.05 level of significance.(see Table 8 )
The results in Table 9 above shows that the subjects had the highest means score in organizational climate variables such as experience in the university generally, followed by rank in the university, line of communication and feedback about performance. They had the least mean scores in job satisfaction variables such as fringe benefits, boredom and frustration and personnel policy. However, the mean scores in the 19 variables were obtained for (academics in five selected private universities, gender and rank) groups to ascertain the normative scores for the measuring instruments.
The findings show a significant positive relationship between these two variables-organizational climate and job satisfaction and the Pearson Correlation using 2-tail test at r = 0.671, 0.01 significant level and 292 degree of freedom. The sum of squares and cross products for organizational climate is 40.268 and 35.118 for job satisfaction while co-variances for the two variables are 0.138 and 0.120 respectively for organizational climate at 292 degree of freedom. However, for job satisfaction, the sum of squares and cross products for organizational climate shows 35.118 and 68.098 for job satisfaction. Co variances for these two are 0.120 and 0.233 respectively at 293 degree of freedom. Therefore, we accept the alternate hypothesis which states that there would be positive significant relationship between organizational climate and job satisfaction and reject the null hypothesis that state there would be no positive significant relationship between organizational climate and job satisfaction. (see Table 10 )
The F statistic which tests the overall significance of the model has the value of 453.524 with (3,289) degrees of freedom. The significance of F is 0.000 and as such the null hypothesis can be rejected at 1% level. That is, job satisfaction is influenced by those variables i.e. clear lines of communication, realistic salary package and promotional opportunities and the f value standing at 453.524.The corresponding tstatistic for each of these factors include; 13.122 (for clear lines of communication), 10.401 (for realistic salary package) and 14.015 (for promotional opportunities), which has a significant level of 0.000. Thus, the finding supported the fact that factors like clear lines of communication, realistic salary package and promotional opportunities contribute to job satisfaction. The R-squared (R 2 ) for the regression is 0.825 and the R-square adjusted for degrees of freedom for the regression is 0.823. The root mean square error is .20318. It should be noted that the root mean square error is the square root of the mean square error reported for the residual (in the ANOVA Table 11 ).The statistics presented in Table 4 .24 above under R square is called the coefficient of determination and referred to as R2. In this study, 82.5% of the variability in job satisfaction can be explained by factors like clear lines of communication, realistic salary package and promotional opportunities. The remaining 17.5% of variability is due to other unexplained factors. Thus, we reject the null hypothesis and accept the alternate hypothesis that factors like clear lines of communication; realistic salary package and promotional opportunities would significantly contribute to job satisfaction (82.5%).
The F statistic tests the overall significance of the model. The F value of 378.886 with (3,288) degrees of freedom is significant at 0.000, meaning a number smaller than 0.0005 (i.e. <.05). Since it is less than 0.05, it means it is significant. Thus, job dissatisfaction can be significantly influenced by work overload, lack of feedback about performance and lack of support from superiors that could result in academics' exit from the university at sum of squares of 54.146, degree of significance of 3,288.The corresponding t-statistic for each of these factors include 17.059 for lack of support from superiors, 10.106 for work overload and 12.884 for lack of feedback about performance, all of which have a significance of 0.000. Therefore, the result supported the alternate hypothesis that job dissatisfaction can be significantly explained by work overload, lack of feedback about performance and lack of support from superiors that tend to induce the exit of academics from the university. The statistics represents in Table 4 .26 above under R square is coefficient of determination and referred to as R2. Here, 79.8% of the variability in job satisfaction can be explained by the factors like work load, feedback about performance and support from superiors. The remaining 20.2% of variability is due to other unexplained factors. Thus, this supports the rejection of the null hypothesis but support the acceptance of alternate hypothesis, that Faculty leaving a University based on dissatisfaction can be significantly described by work load, feedback about performance and support from superiors. (see Table 12 )
The mean values of organizational climate, boredom and frustration, personnel policy, working condition and decision making are as shown in Table. 4 .The respondents strongly agree that organizational climate include boredom and frustration, personnel policies, working conditions and participation in decision making. (see Table 13 )
Organizational climate and job satisfaction variables were subjected to co relational analysis to determine relationships that exist if any among the variables. Academics believe that (a) challenging job is positively related with rank in the university (r = 0.90); (b) personal policy is positively related to age (r=0.098); (c) workload is positively related to years of experience in the current university (r=0.095) and (d) line of communication is positively related to years of experience in the current university (r=0.080).This shows that job satisfaction variables: personnel policy, work condition and challenging job are positively related to organizational climate variables: line of communication, supervisor support etc. This means that job satisfaction is positively related to organizational climate. The degree of the relationships was determined with the hypotheses testing. (see Table 14) The F-value is the Mean Square Regression (8.625) divided by the Mean Square Residual (0.020) yielding F=430.768. This tests the overall significance of the model with (4, 288) degrees of freedom and significant at 0.000. These values are used to answer the question.-Does organizational climate include boredom and frustration, personnel policies, working condition and participation in decision making‖? As such, it is found that the variables listed above can be said to reliably make up organizational climate. The results of the estimated coefficients indicate that the dependent variable is organizational climate, followed by the four estimated coefficients. These include . 152, .191, .191 and .173 . The corresponding tstatistic for each of these factors include 15.001 for boredom and frustration, 11.963 for personnel policy, 12.746 for working condition and 10.276 for participation in decision making, all of which have a significance level of 0.000.This means that all the explanatory variables are statistically significant at 1% level. Therefore, the finding supported the fact that organizational climate include boredom and frustration, personnel policies, working conditions and participation in decision making. The coefficient of determination in Table 4 .29 above is the coefficient of determination and referred to as R2. In this analysis, 85.7% of the variability in organizational climate can be explained by boredom and frustration, personnel policies, working conditions and participation in decision making. The remaining 14.30% of variability is due to other unexplained factors. This supports the further retention of the alternate hypothesis and the rejection of the null hypothesis. (see Table 15 )
In Table 16 , the final column labeled Sig. (2-tailed) is our probability value. Therefore, we can conclude that there is a significant difference in the way teaching and non-teaching academics in University D perceive their organizational climate. In other words using the construct under this variable of whether management and leadership style in the university does not support lecturing profession, whether management and leadership style is not sensitive and supportive of lecturers work schedule, whether management styles does not allow for academic input in the decision making process, whether management styles would not enhance teachers' career path and growth, whether non teaching would not provide feedback on employees evaluation and performance and whether they would not be generally satisfied with the leadership style in the organization or whether they would not like their heads of department to change their leadership style are all significant to both the teaching and non-teaching staff. Likewise for the constructs on challenging jobs, there is a significant difference in the way teaching and non-teaching academics view them. At 0.01, there is a significant difference in the way teaching and nonteaching staff believe that the University set high standard of performance, see whether their jobs are challenging, view delegated responsibilities as challenging, interesting or allow them to overcome limitation in their experience. Again, at 0.000 for working condition, there is a significant difference in the way teaching and non-teaching staff respond to the propositions that the department provides sufficient materials for use, and supplies are always available when needed; that non teaching staff create a challenging environment, that they are facilitated to overcome limitations in their experience, that the University provides the equipment and resources necessary for them to execute their responsibilities, and that the work place is a noise free and safe environment.
All the other variables (e.g. participation in decision making, boredom and frustration, fringe benefit, personnel policies and career ladder are not significant with the organizational climate. In comparing the mean values that ranged from 6.2667 to 24.5333, we can also conclude that there was a significant decrease in the management and leadership, challenging job, personnel policies and working condition test scores between the teaching and non teaching staff while there was a significant increase in the participation in decision making, boredom and frustration, fringe benefit and career ladder test score of teaching and non teaching staff in University D. Thus, the result of the paired -sampled t-test conducted to determine if there is a difference in the way teaching and non teaching staff perceived the existing organizational climate. However, the other variables (i.e. participation in decision making, boredom and frustration, fringe benefits and career ladder have no significant differences, hence their t-value is a minus. (see Table 17 ) For University C, Table 18 describes the responses of the teaching and non-teaching staff on the eight organizational climate variables. In comparing the responses of the teaching and non-teaching staff in University C, none of the probability values (the value on the final column labeled Sig. (2-tailed) is less than .005. These values are higher than our specified alpha value of .05. Therefore, we can conclude that there is no significant difference in the way teaching and non-teaching staff in University C experience their organizational climate. However, in comparing the mean values, we can conclude that there was a significant decrease in all of the organizational climate variables test scores between the junior and senior academics in University C.
Thus the results of the paired -samples t-test conducted to determine if there is a difference in the way teaching and non-teaching staff perceive the existing organizational climate. (see Table 19 ) Table 20 represents the responses of teaching and non-teaching staff in University A. Again, none of the probability values i.e. the values on the final column labeled Sig. (2-tailed) is less than .005 except the value for working condition that is .047, which is less than our specified alpha value of .05. Therefore, we can conclude that there is no significant difference in the way teaching and non-teaching staff in University A experience their organizational climate except in the area of working condition, which is 0.47 less than our specified alpha value of .05.Moreover, in comparing the mean values, we can conclude that there was a significant increase in half of the organizational climate variable test scores between teaching and non-teaching staff in University A, a significant decrease in three variables, (i.e. boredom and frustration, fringe benefit and personnel policy) while there is no difference in the mean values of the junior and senior academics in their working condition variables. The results of the paired-samples ttest carried out to determine if there is a difference in the way teaching and non teaching staff perceives the existing organizational climate for University A. For challenging job, boredom and frustration, fringe benefit, personnel policy, working condition and career ladder, the mean, standard deviation, t values and the p values are as shown .
For University B, Table 21 shows the responses of the teaching and non-teaching staff on the organizational climate variables. From the response of the teaching and non-teaching staff in University B shows that only one of the probability values is less than .005 and the variable is the management and leadership style.
Since the other values are higher than our specified alpha value of .05, we can then conclude that there is no significant difference in the way teaching and non-teaching staff in Nauni University experience their organizational climate except in the area of management and leadership style in which the probability value is less than .05 which implies significant difference in the way they see the management and leadership style in this University. (see Table 22 )
We can conclude from the result that there was a significant decrease in all the organizational climate variables test scores between the teaching and non-teaching staff in University B. For challenging job, fringe benefit, personnel policies, working condition and career ladder, the mean and standard deviation, including the t-values and the p values are as shown in Table 23 . It should also be noted that the mean values for junior and senior academics for boredom and frustration variable are the same. This means that they perceive the constructs under this variable the same way.
From the responses as shown in Table 24 , none of the values on the final column labeled Sig. (2-tailed) is less than .005. Obviously, these values are higher than the specified alpha value of .05. Thus, we can rightly conclude that there is no significant difference in the way teaching and non-teaching staff of University E experience their organizational climate. Worthy of note again on the table is the fact that none of the t-values has negative sign in the figure except for the last variable -career ladder, i.e. -0.79.In comparing the mean values, we can conclude that there was a significant decrease in all the organizational climate variables test score between the junior and senior academics in University E except for the career ladder variable that has a slight increase between the means for the teaching and non teaching staff, (i.e. career=15.4615 and career=15.5385).
Thus, the results of the paired-samples t-test conducted to determine if there is a difference in the way teaching and non teaching perceive the existing organizational climate. The mean values, standard deviation, t-values and the p-values for variables with their significant decreasing except for the last variable which is career ladder that has a slight significant increase, (i.e. 15.4615 mean values for teachers and 15.5385 mean value for non teaching staff ).In addition, the overall analysis was carried out to compare the responses of the teaching and non-teaching staff from each of the five Universities sampled and based on their organizational climate variables. (see Table 25 )
The responses of the teaching and non-teaching staff in each of the five universities show three of the probability values to be less than or equal to .005. These variables include; fringe benefits, personnel policy and working condition. The other variables including management and leadership style, participation in decision making, challenging job, boredom and frustration and career ladder have values higher than our specified alpha value of .05. We can then say that there are significant differences in the way junior and senior academics view their organizational climate in these five private universities about their fringe benefits, the school's personnel policies and their working conditions. Thus, the five variables confirm that there are no significant differences in the way the junior and senior academics perceive their organizational climate in the five schools. In comparing the mean values shows the mean and standard deviation. We can deduce from Table 26 that there are more of significant increases in the table than significant decrease. Only in three variables we have -participation in decision making, challenging job and working condition we have significant decreases. All the other five variables have significant increases. Since the numbers of significant increases are more than the number of significant decreases, then we can conclude that there are differences in the way teaching and non teaching staff experience their organizational climate. The result of the paired-samples t-test conducted to determine if there is a difference in the way teaching and non teaching staff perceive the existing organizational climate (for the five private Universities under study) are presented. The mean, standard deviation, t-value and p-value for every other variable are as shown in Table 27 .
The results on Table 28 show that none of the standard deviations was below 0.3. This indicates that there is a great variability among the five selected universities in Himachal Pradesh the mean score in each measure varies greatly from one university to the other.
CONCLUSIONS AND RECOMMENDATIONS
The findings showed a significant positive relationship between these two variables. For the two variables at the same significance level of 0.01, their Pearson correlation stood at .67, also supported the results from other studies. They found that climate of an organization and job satisfactions of their employees vary together. That climate had the greatest impact on satisfaction with interpersonal relationships on a job, a moderate impact upon satisfaction with recognizable advancement in the organization, and relatively less impact upon self-realization from task involvement. The study showed that about 80% of the variability in job satisfaction can be explained by factors like work load, feedback about performance, support from superiors and appropriate administrative style. The findings of this study show that there are certain factors; i.e. personnel policies, working conditions, boredom, frustration and participation in decision making were found out and it was also observed that these factors exist within an organization and they can be said to reliably make up organizational climate; therefore, measures to initiate such a climate may be justified. For the working conditions, information gathered will encourage creating a challenging environment and allowing for the use of their own discretion and inform the university as a whole that equipment and resources necessary for the execution of their responsibilities must be provided. In the area of their participation in decision making, large number of the academic staff reported that they are neither involved in decision making nor their abilities taking into consideration when delegating. These, they submitted affect their abilities to perform since it is the non teaching staff that schedule work for all categories of teachers. Important organizational climate factors which can cause satisfaction include clear lines of communication, realistic salary package and promotional opportunities. Another important component of job satisfaction variable is the promotional opportunities. The realistic salary package view of the aspect of job satisfaction was mentioned to be competitive. This will help to attract, motivate, and retain the work force. Appropriate administrative style, work load, feedback about performances and support from superiors, were gathered from the study to contribute to job satisfaction. All these, if improved upon by the management will help bring out the best in their employees. It is important for the management of these universities to be well disposed to job satisfaction of their employees. Their commitment to the job satisfaction of their employees will ensure the development of organizational climate which is conceptually the worker's affective evaluations of attitudes concerning his job and his work environment, knowing well that a worker's satisfaction does influence his job behavior.
Recommendations
The universities management should be more responsive to the academic career development programs as had been suggested by the staff especially to the teaching for their advancement. Further research is recommended in order to reassess the perceptions of the academic staff regarding the organizational climate in order to re-evaluate whether the situation is improving and also to determine the true work load of different categories of academic staff in universities. Iverson, R.D and Deery, M.(2007) . Turnover Culture in the Hospitality Industry. Human Resource Participation in Decision making/Identification in the organization.
•Boredom and Frustration.
•Personnel Policies (Reward System and Responsibility) •Working Condition (Standard and Conflict Management).
•Challenging Jobs.
•Fringe benefits.
•Suitable Career Ladder.
•Risk and Warranty.
•Structure of Organization. NNFI -non-normed factor index * CFI -confirmatory factor index * SRMR -standardized root mean square error RMSEA -root mean square error of approximation * DF -degree of freedom 
